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Abstract 
Employee turnover which is considered to be one of the challenging issues in business creates insecurity for 
organizational workforce. The negative effect of turnover has been the focus of top management in almost every 
industry. It indicates that turnover is one of the most expensive and difficult workforce challenges facing 
organizations.  
The intention of the study is to examine how the organization is negatively affected by employee turnover and 
how it impinges on other staff members. 
The researcher will study secondary data to verify distinctive reasoning for turnover in order to supply 
supportive information but also performing an employee questionnaire or survey to obtain direct input from the 
faithful employees to aid in collecting actual information. 
The researcher will conduct the required business research to evaluate the contributing factors relating to 
turnover rates. Researcher will analyze the present economic situation and inspect any association to increased 
turnover rates. Implement employee recognition programs and rewards through tough economic times might 
promote retention. 
The aim of the study were to identify the definite intentions of turnover, its harmful effects and possible 
suggestions that could be supportive to the industries for their efficiency, productivity and performance.  
Keywords: Turnover, Retention, Job satisfaction, Productivity. 
 
Introduction 
The depressing blow of the sluggish economy without any indication of enhancement creates insecurity for the 
workforce. Corporations and small businesses struggle to stay alive and large businesses carry out substantial 
downsizing to stay in business and keep their doors open. As entrants battle for deals, staff remuneration and 
satisfaction levels are compromised as all service providers endeavor to submit the lowest offer. One of the 
numerous facets of the business that is directly affected by an economic decline is employee turnover and 
retention. 
For the past two years, ANT organization, has detected a raise in employee turnover in particular positions. This 
predicament not only impinges on the company directly, but also other workers on workforce. As employees 
leave the organization other employees are required to work extra hard to cover the additional essential hours 
pending the hire of a new employee. Despite the fact that a number of employees welcome the extra hours, 
others have commitments at home to be with their families and actually do not welcome the extra responsibility. 
The subject of employee turnover has been assessed over the years with a great quantity of studies available 
through different sources and online, nevertheless, it shows that additional research is considered necessary to 
achieve direct feedback specific to the changes experienced in the present day’s business environment through 
thorny economic times. Although existing secondary data offers overviews of the problem and recommends 
methods to repair or reduce the dilemma, supplementary assessment is essential to isolate the problem 
particularly during a downturn phase. 
 
Statement of Problem 
 
Staff turnover has turn out to be a continuing problem over the past 2 years for ANT Organization.   The 
researcher will conduct the required business research to evaluate the contributing factors relating to turnover 
rates. Researcher will analyze the present economic situation and inspect any association to increased turnover 
rates. Implement employee recognition programs and rewards through tough economic times might promote 
retention. 
Purpose of Study 
 
The intention of the study is to examine how the organization is negatively affected by employee turnover and 
how it affects other staff members. Studying secondary data to verify distinctive reasoning for turnover will 
nover, Retention, Job satisfaction, Produc ivity         DOI: 10  .7176/EJBM/5-25-2013-01.7176/EJBM/5-25-2013-01
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supply supportive information but also performing an employee questionnaire or survey to obtain direct input 
from the faithful employees will aid in collecting actual information as it is conversed from one employee to 
another. Obtaining information from secondary data and directly from employees will clarify the issue and 
optimistically provide answers to the questions the organization has as it relates to the rise in turnover rates. 
Research Questions and/or Hypotheses Statements 
      Through employee surveys questionnaire and research of secondary sources, the purpose is to answer the 
following questions so that a preparation can be made to reduce the turnover dilemma. 
 
  1. What has been the reason for an increase in turnover for the past 2 years? 
  2. What strategies can be put into practice to promote retention? 
  3. What encouragement programs can organization put into operation to create a greater responsibility from 
employees?  
  4. How does turnover rate perceived by the workforce and its affect on them? 
  5. What are current employees’ suggestions and ideas to be shared with the management team to help with 
future employee retention? 
 
Importance of the Study 
       
Presented data will greatly aid management team in providing enhanced decision-making method relating to 
hiring in addition to generating new thoughts on how to keep quality employees through processes such as 
enticement programs, creating employee commitment, and including the staff members in decision-making 
processes. As a result of diminishing employee turnover the organization’s general culture can progress and the 
elevated cost of turnover will lessen. 
 
Review of Related Literature 
 
ANT Organization has been in business since 2000 and has endured the downbeat impact that so many 
companies have experienced during the soaring economy. The company’s client support has stayed stable and 
considerable growth has been experienced for the past couple of years. Based on an in-house note, there has been 
a conspicuous increase in employee turnover in spite of the soaring unemployment rate. Whilst investigating the 
market on the topic of employee turnover and retention, secondary research such as articles and studies has been 
found and assessed. The information will be used as a preliminary point and will be talked about along with 
additional examination that will be necessary in order to infiltrate the central part of the problem at hand and 
execute crucial changes throughout the organization.  
Impact of turnover on cost 
 
According to Porter (2011), employee turnover can cost a company substantial amount of capital when 
considering downtime, recruiting, interviewing, orientation, training, and ramp-up time. An entry-level position 
can cost an organization about 50 to 100 percent of the employee’s wage (Porter, 2011). 
 
Turnover affects customer service and quality 
       
While cost is undoubtedly a vital factor to judge while evaluating turnover, there are other business features of 
significance. Turnover can harm customer service and quality which turn out to be a direct expression on the 
company (Curtis & Wright, 2001). Competitive advantage will be compromised once quality and customer 
service fall short which in turn influences the risk of the loss of long-term customer relation and contracts in the 
industry. 
 
Turnover maybe positive and essential for growth  
       
Research signifies that turnover is to some extent normal and fundamental to the growth of any organization 
(Lau & Albright, 2011). Turnover in a few cases may be positive in some situations but not so much in others. 
For instance, if a non-productive employee leaves, the impact will be positive since the possibility of terminating 
is non-existent (Lau & Albright, 2011). Opportunities for other workers could come up from the change, plus 
opening up a position for a existing employee, hiring an employee with a superior skill level, increasing 
diversity, streamlining, and regulating the budget (Lau & Albright, 2011). 
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Turnover causes lack of motivation and low moral 
       
Gawali (2009) confers soaring employee turnover typically causes lack of motivation and low morale. On the 
other hand, considering from another point of view it can be turned into a positive because lack of turnover can 
also result in de-motivation. Employees might think lack of turnover a negative due to the lack of likely 
promotions which influences enthusiasm (Gawali, 2009). diminutive or no opportunity for advancement could 
indeed result in turnover as employees search for positions with new organizations offering growth and future 
promotion. Gawali (2009) also states that it goes against human nature to remain sluggish, carry out the same 
jobs every day and not seeing any optimism for change in practice. This study goes to evaluate how cross-
training have an effect on worker retention (Gawali, 2009). 
 
The magnitude of valuable motivational factors 
       
Savage in the study he performed in (2010) summarizes the significance of effective motivational aspects as 
organizations struggle in the course of intricate economic times. During sluggish economic times various 
companies are faced with employee lay off’s and seizing salaries. Even though employees may not be happy 
concerning not receiving an annual raise and benefits, the study illustrated that compensation and benefits are not 
mainly significant inspirational feature for employees (Savage, 2010). The majority of employees ranked 
appreciation and praise for a job well done and the wish to work in a supportive team environment as extra 
important factors than salary and benefits (Savage, 2010). Labor force turnover can be reduced through harsh 
times by implementing enticements that keep staff attracted in the organization instead of feeling dull in their 
positions. There are a few steps to decrease employee turnover and to motivate staff in a positive manner:  
 
• Think about the future – For example, managers might question the employees about the kind of  proficiency or 
preparation they might be interested in to execute short-term requirements that will help out in long-term goals 
as the organization forges through harsh economic times 
 • Encourage a positive work atmosphere – Be an optimistic leader and employees will emulate that behavior. 
When the workforce of the organization is happy at work they will continue to do a high-quality work. 
 • Schedule staff meetings often– Staff meetings enhances communication and keep employees engaged and 
inspired. Employees will sense the ownership and contribution if the lines of communication are open in staff 
meetings.  
• Interactive team building activities – Set up employee appreciation events, company picnics or barbecues cook 
out. These activities contribute to enhance morale and job performance (Savage, 2010).  
 
The cost of losing an employee 
      
An additional study states that replacing a manager will cost an organization approximately two times the 
earnings, based on the survey performed on 262 companies (Wiley, 2011). Furthermore, the investigation 
indicated that devoting time in building confidence and morale would presumably result in improved profits and 
a cost savings on training and recruitment (Wiley, 2011). Some suggestions from this article to keep organization 
morale elevated include:  
 
    • Ask for employees’ suggestions and their ideas – Allow staff to contribute to improving the future of the 
firm in reaching its goal.  
 
    • Reward and recognize – The reward does not have to be monetary reward, but instead recognition and 
appreciation for their hard work. 
 
    • Create teamwork – employees appreciate being part of a team and the organizational process. Let employees 
have a voice. 
 
    • Focus on consistency – No matter what ideas are implemented to improve morale and create team mentality, 
pick a few and remain consistent with ideas rather than trying to apply too many that lack consistency (Wiley, 
2011). 
      According to Jones (2011), employee turnover is very high in the low paying jobs such as cleaning industry 
which is for the most part due to the characteristic of the work, disparity in work hours, and lack of respect the 
employees may experience from their employers, other employees and customers (Jones, 2011). Structuring a 
workplace environment that promotes respect and admiration for hard work is a key factor of decreasing 
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turnover (Jones, 2011). This article proposes specific steps to follow in reducing turnover as follows: 
 • Recruit and hire individuals who are interested in pursuing a career in that specific position. 
 • Offer orientation and training to new hires instantaneously upon employment to boost comfort level. 
 • Perform annual evaluations – Organization should encouraged employees for good performance and provide 
constructive criticism so that employees can learn from mistakes 
 
 • Company parties and activities– Reward employees with activities outside of work hours so they feel as 
though they are part of the organizations’ team 
 
 • Workplace review – Craft a survey for the entire staff to take part in so that management can assess input and 
determine areas that may need enhancement, along with general suggestions and feedback (Jones, 2011). 
 
      There are several studies relevant to employee turnover and retention as a general topic, however, it appears 
additional study is needed in regard to this concern during hard-hitting economic times as we are experiencing in 
today’s business environment. Further studies from primary sources could aid managers in revealing the causes 
for high turnover in today’s market when unemployment is high and fewer jobs are obtainable. Despite the fact 
that turnover will never be a entirely solvable problem, further assessment of causes instigating turnover during 
harsh economic times could enlighten companies on techniques to at least minimize turnover and preserve 
valuable staff that the company has already empowered in. 
 
Methods of Research 
 
In order for ANT Company’s executives to get straight to the foundation of the employee turnover concern, they 
must carry out primary research by ways of collecting data from the source, the employees. Data collection 
would be achieved through regular employee questionnaires and performing exit interviews. According to 
Hutton (2009), employee questionnaires can be a powerful tool for organization to analysis the temperature of 
the business and discover ways to inspire staff. Employee surveys on a semi-annual basis will clarify any issues 
that employees may be experiencing, such as Job dissatisfaction, problems with managers and supervisors, pay 
and benefits. Conversely, exit interviews will be an important tool to verify if turnover could have been avoided 
in some cases. 
Quantitative researches are usually performed through Questionnaires since the questions are designed to be 
answered on a structured scale of sorts. On the other hand, qualitative researches are through open-ended 
questions where members may answers anyway they desire. The first method used in this research is through 
quantitative method in which uses questionnaire consists of 11 structured scale questions with an option to add 
comments at the bottom. The questions are as follow:  
 
(Strongly Agree   /   Agree     /   Strongly Disagree    /   Disagree) 
1. I recognize the long-term goals of the organization 
2. My job is very important to me   
3. My direct supervisor has strong interpersonal relations skills  
4. Communication is encouraged in this organization                                                                
5. This organization has a recognition and appreciation program   
6. development opportunities have been offered to you   
7. I am pleased with the work I carry out  
8. There is job security with this organization   
9. Training is provided within this company   
10. Staff members are treated with admiration and respect  
11. You are pleased with your compensation and benefits                                                             
12. (**Please use the provided space below to comment on how the organization can enhance your 
satisfaction as an employee)        
  
                                                             
The second method quantitative and qualitative research was conducted in the exit interview in which contains 
nine structured scale questions and six open-ended questions. The positive features of a questionnaire as a tool in 
research are that the outcome of many participants can be studied at one time. The negative side is that the 
structured questions don’t provide participants any more options of answers than what is offered. The exit 
interview questions are as follow:  
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                             Question 
Very  Dissatisfied   /    dissatisfied   /    Very Satisfied  /  Satisfied      
1. How pleased were you with your work environment?    
2. How satisfied were you with your salary?                                              
3. How satisfied were you with your potential for advancement?          
 
                                                Statement 
  Strongly Disagree    /       Disagree     /    Strongly Agree /     Agree     
1. My supervisor or manager treated me with respect and dignity 
2. My supervisor or manager presented advancement opportunities 
3. I received the training I needed for my position   
4. I found my work exciting   
5. My co-workers treated me with respect  
6. My daily workload was satisfactory        
                                                
Please answer the following questions in your own 
words                                                                                                 
1. What did you like most about working for this company?                                
2. What did you like least about working for this company?  
3. How satisfied were you working for the company?                                          
4. If anything, what could have been done to keep you employed with the company?                    
 5. Would you consider working for this company again?                                    
6. Would you recommend others to work for this 
company?                                                                                                                     
Selection of Research Method 
      The mechanisms most appropriate for this study are both employee questionnaires and exit interviews. The 
survey questionnaires will be given to the employees and after completion the employee will submit through a 
selected drop box within a week. Given that some employees do not have access to computer at home and the 
small staff of only 15 employees in the organization, paper-based questionnaires will be the most proficient and 
cost effective method in which to collect data. Every staff member will be given a questionnaire and 
participation will be mandatory for all employees. Every participant will also be given a letter of consent along 
with the questionnaire clearing up the purpose of the questionnaire. The consent letter shown below: 
Letter of Consent for participation in employee survey 
December 10, 2011 
Dear Employee, 
ANT Company is implementing regular employee questionnaires to study factors as they relate directly 
to employee satisfaction. 
I would like your partaking in the surveys due to your experience and knowledge base with the 
organization. Participation in this questionnaire is compulsory; nevertheless, all collected information 
will be kept confidential. The information gathered in this survey is for the purpose of improving the 
company’s work environment and to allow staff members to clearly communicate any concerns or 
problems. 
Please sign below to consent to your participation. 
 
Print Name                            Sign                                      Date 
 
 Exit interviews will be carried out on the employee’s last day of employment when keys and uniforms are 
returned. The exiting employees will be informed of the survey during an employee meeting; furthermore, it will 
be put in plain words that the purpose of gathering data is to improve the overall environment of the organization 
and assist management team in future decision-making. Additionally, the questionnaire will provide employees 
the chance to communicate any issues and convey any commendations. 
      Proficiency is necessary when preparing a survey questionnaire. The precise questions must be asked to best 
suit the organization. Good questions expose what is truly going on within the company whereas bad questions 
may make it ambiguous (Hutton, 2009). If survey questions are vague or difficult to comprehend the study will 
be a waste of time for employees participating and essential data will not be obtainable for management (Hutton, 
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2009). 
      According to Smartpros (2009), exit interviews are considered one of the finest processes for obtaining 
feedback from employees exiting the company. This information can be utilized to benefit the organization in the 
future and perhaps prevent other employees parting the company for comparable reasons. As soon as data is 
collected it must be analyzed to recognize trends and patterns. Findings should be used to formulate and execute 
retention strategies (Smartpros, 2009). 
 
Selection of Participants 
The entire ANT Company employees will be participants of the survey questionnaire. Survey Questionnaires 
will be distributed to each staff member in a sealed envelope with their pay check. Questionnaires have to be 
finished within a week from delivery and placed in a delegated drop box. In order to acquire perfect information, 
participation by all employees is mandatory. For the reliability of the process, every employee will be given 
similar questions and the same quantity of questions. ANT Company will present an enticement to all employees 
for participating in the questionnaire. Enticement will be in the form of gift cards in the amount of $50. Normally 
in a larger organization a random sample will be a better choice but with the small sample of only 15 employees 
on staff, all members obligated to participate in order to gather adequate information for a better outcome. 
 
 
Data Collection & Analysis  
Survey questionnaire will be distributed to all employees in a sealed envelope along with instructions enclosed. 
Participants will have one week to complete the questionnaire and place it in the selected drop box. When all 
questionnaires are collected, the data will be examined and analyzed in an effort to offer management with a 
starting point for future-decision making processes to improve the company’s present environment. Gathered 
information will be reviewed and documented in a table provided below and the outcome of each question will 
be demonstrated in the form of a pie chart for immediate reference point as shown in figure one below. 
Examination of questionnaire outcome will involve discovering consistencies and patterns. Directly addressing 
problems of highest importance is crucial. At the present time table and pie chart will be used; however, as the 
organization grows added professional process of study will be applied, such as a software program. 
 
Table 1: Survey results 
Question/ statement Strongly 
Disagree 
Disagree Agree Strongly 
Agree 
I understand the long-term goals of the company           20% 80%  
Your job is very important to you   22% 78% 
My direct supervisor has strong human relations skills  15% 85%  
Communication is encouraged in this company              10% 90%  
This company possesses a recognition program     90% 10% 
Growth opportunities have been presented to you  23% 12% 65% 
I am happy with the work I do     5%  80% 15% 
There is job security with this company  12% 80% 8% 
Training is provided within this company  5% 85% 10% 
Employees are treated with respect       80% 20% 
You are satisfied with your pay rate 22%  78%  
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1.  I understand the long-term goals of the company.          
 
Interpretation of Data: by analyzing the feedback for the above statement in regards to understanding the long 
term goals of the organization, 80% of respondents agree that they are aware of the company’s goals, on the 
other hand, 20% responded as they do not understand the objectives. 20% is 3 employees out of 15 staff 
members for not understanding the organization’s aim. Management team must clarify the company’s ambitions 
in an understanding manner in order for all employees to work together in achieving those aspirations.  
 
2. Your job is very important to you 
 
 
 
Interpretation of Data: In respond to second statement above, 78% are strongly agreeing that their job is very 
important to them, additionally, 22% agree that their job is very essential. This indicates that all staff members 
do agree that the work they are performing is valuable and significant.   
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3. My direct supervisor has strong human relations skills 
 
Interpretation of Data: the third statement is welcomed by 85% agreeing that their supervisor has strong 
human relations skills and 15% disagree with the statement. Management team must realize that they have to be 
on the same page when it comes to human relations. This indicates that perhaps one of the supervisors may have 
a slight different style than the others. Human relation skills training may be essential in this case. 
 
4. Communication is encouraged in this company             
 
Interpretation of Data: companies communication is highly praised by 90% agree with the statement that 
communication is encouraged in the company. On the other hand, 10% disagree with the statement and do not 
believe the company encourages communication. Even though, majority believes that organization encourages 
communication, management team must look-in to ways that all employees receive the necessary messages 
through different channels of communication.  
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5. This organization possesses a recognition program. 
 
 
 
 
Interpretation of Data: The organization appears to gain a majority as 90% agreement with recognition 
program provided by the organization. In addition, 10% strongly agree with the statement. This indicates the 
organization values the recognition process in which aids in retention of employees. 
 
6. Growth opportunities have been presented to you.  
 
 
Interpretation of Data: in providing growth opportunity and promotion 65% strongly agree with the statement 
and 12% agree. Nevertheless, 23% disagree with statement and believe the company does not provide 
opportunity for growth. Once again it is recommended that management team to give all employees an equal 
opportunity based on their qualification for the growth.  
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7. I am Happy with the work I do. 
 
Interpretation of Data: as the survey indicates 80% agrees with statement that they are happy with the work 
they do and 15% strongly agree with that fact. On the other hand, 5% strongly disagree and they unhappy with 
their jobs. Management team must identify the obstacles that perhaps causing the dissatisfaction with the job.  
 
8. There is job security with this organization. 
 
 
Interpretation of Data: in job security with this company 80% feel secure and 15% feel strongly secure with 
this company. There are 12% disagreements with the organization’s security. Management team needs to pay 
attention to the skills training and encouragement in building self esteem in all their employees. 
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9. Training is provided within this organization. 
 
Interpretation of Data: according to 85% training is provided within this organization at the same time 10% 
strongly agree with the statement. Nonetheless, 5% disagree and believe training is not provided. This indicates 
that majority of staff get their training within this organization and a minute number of employees perhaps need 
the necessary training to perform their duties confidently. 
 
10. Employees are treated with respect. 
 
 
Interpretation of Data: The survey shows that all staff members believe that they are treated with respect at the 
organization as indicated by 80% agrees and 20% strongly agree with the statement. The survey signifies a 
favorable response to respect and dignity preserved by the company. 
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11.  You are satisfied with your pay rate.  
 
 
 
Interpretation of Data: The statement of satisfaction with the pay rate demonstrates 78% of employees are 
satisfied with their wages. On the other hand, there are 22% of employees that are dissatisfied with their 
compensation and strongly disagree with the statement presented to them in the survey. Management team must 
look in to every case and assure equal pay as per employee qualifications, skills and experience.  
 
Findings 
      The findings of the survey will only be analyzed by top-management and kept confidential. Information 
gathered from the feedback forms will be categorized in the order of priority based on intensity of significance. 
When an issue is found to be consistent, such as deficiency in reward and recognition program, subsequently this 
concern must be dealt with instantly. The results may be presented in order of necessity and also exhibited in the 
form of a pie and bar charts as shown. A pie chart will offer organization with a rapid reference tool for each 
question. A comprehensive examination of each question will be accessible for management staff, including all 
questions presented on the survey with details of answers specified in the table-1 page (11).  Due to the small 
sample size of only 15 employees, a complete report would be extremely time efficient to analyze. The chart 
below indicates the cumulative feedback given with small percentage of employees showing dissatisfaction. 
Even though, the numbers of dissatisfaction are minute, their concerns must be taken seriously. Moreover, 
managers must listen to their employees’ voice, manners, activities and behaviors and apply action to address 
issues and concern as soon as they arise.    
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Chart 1: Survey Result 
 
 
Conclusions and Recommendations 
After management has reviewed and analyzed the data collected from the questionnaires, decisions can be made 
on how to move further to improve the culture of the business environment which will certainly result in a 
decline in employee turnover. The answers to questions will provide direct feedback to specific issues and 
management will be able to identify patterns that may point out apparent problems inside the organization. If 
employee responses are sincere and accurate a number of of the issues may be resolved rather quickly. For 
instance, if the questionnaire results signify a pattern of dissatisfaction with the employee recognition program, 
management can correct the problem almost immediately. According to Weiss (2007), ongoing recognition can 
provide invaluable motivation that can maintain employee commitment and performance across an organization. 
The questionnaires can be implemented instantaneously but the exit interview will be carried out on an as-
needed basis. Collecting valuable information immediately as it relates to employee concerns may permit the 
organization to retain valuable employees who may also be considering leaving the company. Employee 
satisfaction levels will directly have an effect on employee retention, so addressing issues and concerns as soon 
as possible is important. Management will have the tools on hand to make decisions and improve the work 
environment for its most valuable assets, the employees. 
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